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As more and more researchers pay attention to Positive Psychology and Positive 
Organizational Behavior, many researchers and managers realized that employees‘ 
positive psychological capital played an important role in seeking competitive 
advantage for organizations. Work engagement is a positive work attitude that can 
improve employees‘perofomance and organizations‘ Competitiveness. These two 
concepts shed a light in managing employees‘ psychological state and improving 
employees‘ performance for organizations.Based on this, this study regarded 
employees‘ work engagement as the research object and introduced organizational 
justice as the intermediary variable to find out the impact of employees' psychological 
capital on job involvement, aiming to broaden the scope of the study of the 
psychological capital in theory and provide some suggestions in developing 
employees‘ psychological capital and improving work engagement for organizations 
in practice. 
Through literature review, this study put forward its hypotheses and research 
model by sorting psychological capital, organizational justice and work engagement 
on the basis of existing research results. The study regarded 296 employees from 
different organizations and cities as sample, carrying on the questionnaires research 
about their perceptions of psychological capital, organizational justice and work 
engagement. Then it used SPSS18.0 software to analyze data and test hypothesis. 
Finally, it provided some constructive suggestions to the managers for reference. 
Through questionnaire surveys and statistical analysis, this study drew some 
conclusions as follow. 
（ 1 ） In China, the dimensions of employees‘ psychological capital, 
organizational justice and work engagement were in accordance with the previous 
research. But the scales were slightly adjusted. 
















engagement are influenced by some population statistic variables. 
（3）Employees‘ psychological capital and its two sub-dimensions, namely hope 
and optimistic, can positively predict organizational justice. Hope can better predict 
organizational justice than optimistic. 
（4） Employees‘ psychological capital and its two sub-dimensions, namely 
hope and optimistic, can positively predict work engagement. Hope can better predict 
organizational justice than optimistic. 
（5）Employees‘ perception on organization justice and its sub-dimensions can 
positively predict organizational justice. Procedural justice can better predict 
organizational justice than others. 
（6） Employees‘ perception on organization justice can partially mediate the 
relationship between psychological capital and work engagement. 
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组织可以采取一些措施对心理资本进行开发（Luthans，  Avey，  Avolio 和 












表 1.1 国内外文献数量对比 
关键词                     来源 国外 国内 
Psychological Capital/心理资本 1320 596 
Work Engagement /工作投入 2320 591 
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